Profesinė veikla kaip socialinis žmogiškųjų išteklių vystymo procesas savaiminiame mokymesi (viešojo administravimo atveju) by Žydžiūnaitė, Vilma et al.
105
ISSN 1392-3110
Socialiniai tyrimai / Social Research. 2009. Nr. 1 (15), 105–111
Professional Activity as Social Process of Human Resource Development  
in Self-Directed Learning (Case of Public Administration)
Vilma Zydziunaite1, Daiva Lepaite1, Gintautas Cibulskas1, Tomas Sabaliauskas2
1Kaunas University of Technology, 2Vytautas Magnus University
Abstract
Research problem. The problem presented in this 
research consists of the following questions: What is the 
mechanism of competence improvement and develop-
ment in self-directed learning at work environment? What 
premises do situations and contexts of activities of pub-
lic administration sector create for development of compe-
tence structure and its expansion?
Research subject is competence development in 
professional activity in the self-directed learning in public 
administration sector.
Research aim is to identify the sources of different 
level changes that inﬂuence the development and improve-
ment of competences of public administration sector spe-
cialists by describing the activity contexts.
Research objectives are to highlight the dynam-
ics of practical competence structure and the contextuality 
of the competence development by integrating the activi-
ty change and self-directed learning; to describe the mod-
el of competence development in self-directed learning at 
work environment.
Sample. The focus group consisted of six employ-
ees of public administration sector.
Methods. To collect data, the focus group inter-
view was used. The data were analyzed by applying the 
qualitative content analysis.
Keywords: competence, competence development, 
holism, human resource development, self-directed learn-
ing, social constructivism.
Introduction
Research problem and relevance. The con-
ception of self-directed learning became the research 
focus for many researchers, scientists and practitio-
ners in Lithuania and other countries especially in the 
end of 20th century (Bjornavold, 1999; Stasiūnaitienė, 
2006). Most of the published research are theoretical-
ly conceptualized, but not substantiated by empirical 
evidence. Here is a lack of empirical facts that sub-
stantiate and prove the structure and mechanism of 
self-directed learning. Learning at work environment 
in social research was the primary premise to sub-
stantiate the structure of the competence and devel-
op the new conception of competences that are divid-
ed into various levels, types, categories, etc. (Doran, 
2002; Creswell, 2003; Campbell, 1998; Nolan et al, 
1998; Benner et al, 1996; Lankshear et al, 1996). But 
there is no research in Lithuania and other countries 
that would integrate the conceptions of competence, 
development, self-directed learning and learning in 
work environment by connecting them to internal or-
ganizational resources for changes as premises for 
competence development. This is why the relevant 
research problem arises as contradiction between the 
two aspects: the rapid changes in activities of pub-
lic administration; the need for competence develop-
ment of specialists working in public administration 
sector. The presented research strives to highlight, 
how an employee him/herself perceives the relation-
ships between self-directed learning and develop-
ment of general (professional) competence. The re-
search is oriented to learning as directly inﬂuencing 
the development of competence and improvement of 
activity management as a positive outcome. The re-
search treats the improvement of professional activity 
management as project with positive connotation, but 
the main research focus becomes the relationship be-
tween self-directed learning and competence devel-
opment. Despite various research into competence, 
it is obvious that development of competence in self-
directed learning in work environment is still under 
question: the mechanisms of self-directed learning 
(especially in work environment) are not substantiat-
ed empirically, the structure of general competence is 
not clear and is quite often presented on the basis of 
structural-empirical standpoint.
The results of research carried out in practi-
cal environments, e.g. Alsop (2001), Smith, Dugan, 
Trompenaars (1996), give premises to doubt about the 
rigid standpoint about the competence that it could be 
divided into clusters, categories and etc., and all of 
them include the traditional elements such as knowl-
edge, skills, capabilities, values, expectations, per-
sonal characteristics. The importance of these as-
pects cannot be ignored but in this context are not 
shown the dimensions of situativity and contextuali-
ty that inﬂuence essentially the development of com-
petence in work environments in activity changes, 
when employees interact between themselves or em-
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ployees and clients interact, and they collaborate in-
side or outside the organizations. In this research the 
problem is presented that consists of the following 
questions: “What is the mechanism of competence 
improvement and development in self-directed learn-
ing in work environment? What kind of premises do 
contexts and situations of public administration sec-
tor create for development of competence structure 
and its expansion?”
Research subject is competence development 
in professional activity in the context of self-directed 
learning in public administration sector.
Research aim is to identify the sources of dif-
ferent level changes that inﬂuence the development 
and improvement of competences of public admin-
istration sector specialists by describing the activity 
contexts.
Research objectives are to highlight the dy-
namics of practical competence structure and the 
contextuality of the competence development by in-
tegrating the activity change and self-directed learn-
ing; to describe the model of competence develop-
ment in self-directed learning in work environment.
Theoretical background
The research is based on the following concep-
tions:
Competence, which in research is treated with 
holistic attitude (Velde, Svensson, 1996; Sandberg, 
1994; Otter, 1992), as including the distinctness of 
individual characteristic, values, knowledge and ca-
pabilities1.
Self-directed learning (SDL) (Beckett, Hager, 
2002; Brockett, Hiemstra, 1991) in research is treated 
as uncontrolled, accidental, unconscious and sponta-
neous learning form, which is unidentiﬁed by the in-
dividual2.
1 Competence is seen from the structural point of view 
with the insight into its distinct characteristics in activity 
context. This substantiates the dynamics of competence 
construct in various social interactions. The holistic com-
petence is seen from the standpoint of social evaluation 
and its analysis discourse (Mažeikis, 2007), when the 
distinctness of competence accumulates different social 
meanings in various activity contexts. It is possible to ob-
serve the repeating characteristics of competence in activ-
ity contexts, then the competence is identiﬁed as general 
competence as connected to transferring capabilities that 
incorporate the relationship between general competence 
and activity context.
2 The SDL is connected to self-managed learning as learn-
ing method or strategy (Moore, 1980; Knowles, 1974 a, 
b; Tough, 1971) and these conceptions are both analyzed 
as integral conception, because one of their shared char-
acteristics is the autonomy of the learner (Candy, 2004). 
The self-managed learner perceives and manages by him/
herself the personal learning consciously and purposefully 
Development represents the individual duty to 
answer the questions that arise in practical context 
by reﬂecting: “Who or what ensures that the person-
al obligation and enthusiasm inﬂuences the adequate 
development?” (Hill, Hannaﬁn, 2001). The items of 
development are content and process3.
Competence development in research4 is seen 
as human resource development (HRD) conception 
(Rothwell, 1996). That is why the conception of de-
velopment is related to managerial standpoint, where 
the HRD is understood in activity context5.
Social learning (Wenger, 1998) in the research 
substantiates the learning as the social participation, 
which is expressed by characteristics of activity and 
dependence on teams or activity groups. That is why 
the social learning is applied by analyzing the learn-
ing in communities of practice (Wenger, 1998; Lave, 
Wenger, 1991)6.
Organizational humanism (Denhardt, 2001) 
in the research represents the self-inclusion of em-
ployees and is based on participation in the organiza-
tional processes7.
strives for the result. The individual in social environment 
or the employee in work environment creates the various 
social relationships by doing the activity tasks and does 
not see the conscious learning experience in it. The SDL 
occurs on individual and organizational levels among the 
employees or in their groups. Thus, striving to illuminate 
the expression of SDL, the dimensions of employee, pro-
cess and activity are chosen (Hill, Hannaﬁn, 2001) that re-
veal the SDL characteristics and premises for its distinct-
ness.
3 For analysis of competence development the conceptions 
of reﬂective practitioner (Schön, 1987) and competence 
are integrated in order to create the premises to treat the 
contextuality of the activity and organizational change as 
a learning environment, which stimulates the individual to 
see the personal development of competence as permanent 
learning as detached from learning forms. The dimensions 
of competence development in the context of SDL (Hill, 
Hannaﬁn, 2001) include three dimensions: personal, pro-
cess, context.
4 In the research, competence integrates three constructs – 
(1) competence, (2) its development through SDL in ac-
tivity by treating (3) the activity as the context of work 
environment.
5 From this point of view the relationship between the 
competence development and SDL is substantiated in the 
presented research. The SDL in the research is seen as a 
learning form, and then this form acquires the meaning of 
distinctness by two dimensions of development, i.e. con-
tent and process (Dahlberg et al, 2001).
6 In the research the community of practice is represented 
by employees from public administration sector. The so-
cial context for learning is created by dimensions of mean-
ing, activity, community and identity that adequately are 
expressed through characteristics of experience, action, 
dependence and becoming.
7  Thus competence development of an employee acquires 
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sures the integrity of the data. The data were ana-
lyzed by applying the qualitative content analysis 
(Wamboldt, 1992)8.
Ethics
The general ethical principles were the follow-
ing (Polit, Hungler, 1995): beneﬁcence, respect for 
human dignity, justice, informed consent. Each par-
ticipant was asked to participate in the research in-
dividually and all the participants were from differ-
ent organizations and various regions of Lithuania, 
and before the research they did not know each oth-
er. Participants were free to participate or not in the 
research as well as in group discussions, and to leave 
the discussion at any time they want. The research-
ers ensured the anonymity and conﬁdentiality of the 
participants by coding their names, not providing the 
detailed information about the organizations partici-
pants work at, and not asking for detailed information 
about their status, experience, organizational charac-
teristics and other aspects, which could allow to iden-
tify the research participants. For the research it was 
enough to select the people from the same sector, i.e. 
public administration.
Research tool
The interview questions were divided into 
three groups:
I. Employee: “How do you see yourself in or-
ganization? What competences do you personally 
need to carry out the activity? How do you motivate 
yourself for professional development and improve-
ment?”
II. Process: “How do you experience the au-
tonomy at work? How do you compensate for the de-
ﬁciency in knowledge and capabilities in organiza-
tional environment?”
III. Context: “What situations in profession-
al activity do motivate you for development and im-
provement? What kind of working inﬂuences your 
8 (1) selecting the analysis unit, which distinguish the 
thought about action, process, experience, understand-
ing, perception, etc. (part of the sentence, sentence, or 
paragraph); (2) re-reading the text several times; (3) cod-
ing openly the selected units by marking the essentials; 
(4) comparing the open codes and ﬁnding adequacies and 
differences; (5) selecting different codes; (6) integrating 
into subcategories the codes that are connected by the 
same idea or thought; (7) integrating the subcategories 
into categories according to their common idea, e.g. ac-
tion, process, experiences of participants; (8) presenting 
the categories, subcategories and providing the textual evi-
dences of it in tables.
Research methodology
Sample
The priority is given to the ﬁrst phase. The data 
from every phase were analyzed separately, and in in-
terpretation the data were integrated.
The focus group consisted of six employees 
from public administration sector (see Table 1).
Table 1
Research participants of focus group
No. Age Gen-der 
Expe-
rience 
Status in organiza-
tion 
F1 25 years F 3 years 
Specialist of social 
care and wardship
F2 40 years F
15 
years 
Specialist of social 
care and wardship
F3 35 years F
10 
years 
Specialist of social 
care and wardship
F4 60 years F
30 
years
Social worker in edu-
cational branch
F5 55 years M
29 
years Vice-Mayor
F6 45 years F
19 
years 
Social worker in edu-
cational branch
Mean 43.33 years -
17.67 
years -
Methods
By carrying out the empirical research of entire 
project, the mixed consequential explorative strate-
gy was applied (Creswell, 2003). The ﬁrst phase – 
qualitative, the second – quantitative, and the third – 
quantitative.
For data collection, the focus group interview 
(discussion) was applied . This method was chosen 
because of the purpose the illuminate several atti-
tudes and opinions of research participants with the 
adequate social characteristics. According to McIl-
veen et al (2007), the homogeneity of the groups en-
the meaning of social evaluation. The relationship between 
managerial practice in organization and individual growth 
is complicated because formal organizational structures 
and traditional managerial practice not rarely are inade-
quate with the direction to individual growing (competence 
development) (Argyris, 1982). In this research the focus is 
on insights into the motivation factors for development of 
the employees’ competence in public administration sec-
tor. The need for humanism is relevant to organizational 
change processes and creates premises for the changes in 
behavior of employees as self-directed learners..The orga-
nizational change means the dependence on changes that 
appear in learners’ behavior with their learning experienc-
es and this is the “outcome” of direct interaction between 
various organizational groups (Golembiewski, 2008). This 
is why the organizational change is treated as one of the 
resources for employees’ competence development.
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identiﬁcation with the activity? What role does the 
communication play in your development? How do 
you treat criticism, help and advice in your activi-
ty?”
Results
As an outcome of the research was established 
a model, which distinguishes the possibilities for de-
velopment of general and speciﬁc competences in 
learning context in work environment. The model 
consists of three dimensions – employee9, process10 
and context11. Every dimension includes criteria that 
are treated as premises for competence development 
in the context of self-directed learning.
In every dimension every criterion (premise) is 
related to speciﬁc indicators (conditions) and charac-
teristics (context). Every criterion consists of differ-
ent number of indicators, like every indicator of dif-
ferent number of characteristics; because they are ex-
tracted latently from the interview data. In the model 
the element of “outcome” is named as the result, i.e. 
the premises of self-directed learning in every crite-
rion are explained by different number of elements. 
But those are not attached to every indicator (condi-
tion) and characteristic (context) individually, but are 
oriented to every criterion in every dimension (see 
Table 2).
9 Individuality and employee’s activity purpose in organi-
zation; employee’s motivation to strive for, satisfaction in 
and responsibility for organization’s aim; the need of an 
employee for competences and capabilities to do the “good 
work”; speciﬁcity and mutuality of applied capabilities, 
and inﬂuence of theory and practice on acquiring the capa-
bilities for the employee; adequacy of applied capabilities 
to speciﬁc activity and inﬂuence of activity done by the 
employee on acquiring the new capabilities continuously; 
self-motivation for improvement and acceptable learning 
methods; planning of professional improvement and the 
need for new capabilities of an employee in professional 
area.
10 Participation in decision-making; independence of an 
employee in organization; compensation for knowledge 
and capabilities in organizational environment; knowledge 
and capabilities to stengthen employee’s position in the or-
ganization.
11 Situations that motivate to improve; activity environ-
ment, which strongly inﬂuences the identiﬁcation of the 
employee with the activity; role of communication in em-
ployee’s learning and improvement; value of collaboration 
for the employee; meaning of criticism, help and advice 
for the employee in activity; possibilities to reﬂect the be-
ing done activity; beneﬁcience of individual and group re-
ﬂections for the employee in activity.
Table 2 
Example of element of the model in “employee’s” 
dimension
DI-
MEN-
SION 
Crite-
rion – 
PREM-
ISES 
Indica-
tor –
CON-
DI-
TIONS
Characte-
ristic – CON-
TEXT
Out-
comes12 –
RESULT 
EM-
PLOY-
EE
Motiva-
tion of the 
employee 
to seek 
the orga-
nizational 
aims
Identi-
ﬁcation 
with the 
organi-
zation
Help for peo-
ple according 
to their needs 
Reﬂec-
tion on 
existen-
tial life 
aspects
Reconcilia-
tion of em-
ployees’, 
employers’ 
and personal 
needs
Personal obli-
gation to seek 
the organiza-
tional strate-
gic aims
12
Purpose of activity in organization. Public 
administration sector is dominated by the individu-
al initiatives of development and improvement, and 
permanent learning. The value of collaboration and 
work in groups is also recognized, because it stipu-
lates the information-sharing, spontaneous accumu-
lation of new knowledge and capabilities in the con-
text of interactions by illuminating the individual cre-
ativity and performing the concrete roles. In organi-
zations, the individual duty of an employee is val-
ued. Fragments of self-directed learning are distinct, 
when employees collaborate, strive for the gener-
al understanding by discussing and acting together, 
take higher responsibilities spontaneously and it rais-
es the self-realization. Results prove that conditions 
for self-directed learning are connected to employ-
ees’ reﬂection on experienced work situations. The 
self-directed learning for public-administration em-
ployees is individualized, personal, based on reﬂec-
tion and discussions with others.
Motivation to strive for organizational purpos-
es. The employees in organization experience recog-
nition from others and it is experienced in a form of 
positive feedback and respect from colleagues and 
clients, moral and ﬁnancial stimulation of leaders. 
In this context is highlighted the self-directed appli-
cation of cognitive competence, i.e. perception of 
meaningfulness by reﬂecting the performed and be-
ing performed activity.
Responsibility for organizational purposes. 
Employees see their formal activities as essential re-
sponsibility for organizational purposes, and their re-
ﬂections are attached to analysis after planned activ-
ities and evaluation of results, and are spontaneous 
12 Premises of self-directed learning.
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responsibility for organizational purposes. Premises 
for self-directed learning are in counseling the col-
leagues and clients, working in teams.
Competence. Employees actualize the respon-
sibility and obligations that relate to the organiza-
tional hierarchy. In emotional intelligence important 
is tolerance and in reﬂecting the employees mention 
their listening to information given by others on cog-
nitive level by “transferring” themselves to adequate 
situations. Results illuminated the integral compe-
tences that are applied in activity by integrating two 
or more competences, e.g. IT and reﬂecting, social 
competence and emotional intelligence.
Need to acquire new capabilities. The employ-
ees are inﬂuenced to acquire new capabilities by or-
ganizational changes and increase the number of the 
activities. The employees are inﬂuenced to devel-
op and improve by respect of clients and colleagues, 
striving not to be detached from competence of lead-
ers. The achieved result spontaneously empowers the 
employees for development and employees learn self-
directly by interacting with the new and unknown ac-
tivity aspects.
Acceptable learning methods. Employees re-
late their individual learning with the selection of ex-
pedient information and reading of theories. For em-
ployees’ learning at work environment are important 
activity authorities. It reﬂects the employees’ need 
to see the example, which could be “copied” and it 
would be indirect premises to transfer the part of re-
sponsibility onto the “chosen” authority. The employ-
ees value the learning by communicating and discov-
ering, and note that received knowledge naturally in-
ﬂuences their new perceptions. The premises for self-
directed learning at work environment are inﬂuenced 
by employees’ reﬂections on activity and the need for 
new capabilities, independent selection of informa-
tion from colleagues by asking them.
Independence in organization. Employees em-
phasize that independence increases their satisfaction 
and dignity, motivation to work and gives the premis-
es to be responsible for activity results and mistakes. 
By being independent, the employees initiate proj-
ects, effectively communicate with people and listen 
to them, and that empowers them for competence de-
velopment and improvement.
Stengthening the position in organization. For 
strengthening of the employees in an organization 
they need to know the activity and perform it effec-
tively, have deep knowledge and understand the ac-
tivity, collaborate with the colleagues and clients, ini-
tiate and mediate. Premises for self-directed learning 
by striving to compensate for the knowledge and ca-
pabilities in organization are related to trust of col-
leagues, experience of “being necessary” for them 
and professional value, learning from mistakes.
Self-empowerment for development. Develop-
ment and improvement of public sector employees is 
connected to wide sphere of activity, help for people, 
arise of authority inside and outside of organization, 
respect of colleagues and clients and change of situa-
tions in activity, visible activity results. Self-directed 
learning is connected to personal reﬂection in activity 
by perceiving the personal unknown areas by relating 
them to activity contexts and situations.
Identiﬁcation with the organization. To iden-
tify with the organisation helps the support of col-
leagues, orientation towards authorities and com-
munication with colleagues. The premises for self-
directed learning are formed by representing the or-
ganization and discussing the problems in organiza-
tion.
Communication. Communication helps the em-
ployees to: learn from colleagues and acquire new 
knowledge; share experiences; receive new informa-
tion; express critical attitudes; evaluate personal mis-
takes; understand thinking directions of other people 
and represent self by communicating inside and out-
side the organization. The premises for self-directed 
learning are in observing the activities of other em-
ployees.
Criticism. Criticism of others is meaningful 
if it is substantive and given by the authority. The 
premises for self-directed learning are when the crit-
icism is meaningful and is given as subtle, and stipu-
lates self-empowerment of the employee for perma-
nent development and improvement. This stipulates 
the reﬂection of the employee on activity situations.
Help. Public administration employees recog-
nize help when performing the similar or overlapping 
activities, because help in collaborating creates prem-
ises for adequate work atmosphere and colleagues 
learn self-directly to communicate effectively.
Advice. Advice of colleagues is valuable if it 
is substantive with argumentation and strict. Howev-
er, the capability of an employee to analyze the re-
ceived advice is important. The premises for self-di-
rected learning are in positive reactions to remarks 
expressed by colleagues and leaders, because this 
creates possibilities to add, improve capabilities and 
correct mistakes.
Reﬂection. Employees reﬂect after activities, 
but there are situations, when they reﬂect during ac-
tivity. By reﬂecting they summarize and systematize 
their work. They also value meeting and discussing 
with the “external experts”, because it stipulates the 
reﬂections on the correctness of the performed activ-
ities, think about possible decision-making in ade-
quate situations, but in different contexts13. Premis-
13 The individual reﬂection gives employees the premises 
to deepen their understanding about the activity and ana-
lyze self in various activity situations. The group recﬂec-
tion is also valuable because they receive help and raise 
the important questions for activity.
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es for self-directed learning are employees’ responsi-
bility to perform the activities and this stipulates the 
deepening of their perceptions about the competence 
development and recognize the mistakes.
Conclusions
• The structure of general competence of public 
sector employees contains no separate capabili-
ties, knowledge, values and attitudes. Every capa-
bility, which is applied in public sector, is related 
to several competences that are naturally, sponta-
neously integrated into concrete activity contexts 
and situations. It means that the same elements 
are involved in content of several competences. 
This is why integrated competences are formed 
naturally in activities and they become gener-
al competence. Thus in activity environment the 
structural model of competence is spontaneous-
ly transformed into holistic model. Because of the 
context dimension, the development of compe-
tences in self-directed learning at work environ-
ment depends on double contextuality: the con-
text as dimension expresses the organizational 
level, and the context as characteristic represents 
the social behavior of the employee.
• In activity it is complicated to isolate the com-
petences of communication, collaboration and 
teaching, because they are efﬁcient only in a com-
plex. Their integrity forms in activity spontane-
ously, when employees consult and explain, share 
experience and accumulated knowledge focus-
ing on the activity analysis questions. In this con-
text employees strive to take on formal and infor-
mal activities. Thus social and educational com-
petences are integrated spontaneously through the 
concrete general competences in activity environ-
ment.
• Theoretical background of a specialist is the 
premise for his/her satisfaction and effective re-
alization of activity. But theoretical knowledge is 
not enough to change the culture of services in 
organization and to participate in decision-mak-
ing. For that a specialist needs professional digni-
ty, identiﬁcation with the organization for welfare 
of clients and effectiveness of services. It means 
that special capabilities are connected to specif-
ic activities, solve speciﬁc problems. Howev-
er, management of work processes requires com-
petence in management, which incorporates not 
only managerial-speciﬁc, but general profession-
al competences as well. The theories that are well 
known for employees give premises for them to 
perceive the limits of theories in practice, analyze 
the practical situations by applying the elements 
from theories.
• It is not rare for public sector employees to expe-
rience controversies – they experience the need to 
develop or improve their competences, but the or-
ganizations of that sector do not show interest to 
have employees with wide-ranging capabilities. 
For employees the deeper knowledge of their ac-
tivity is not only the stimulus to continuously ac-
quire the new capabilities, but is also the self-di-
rected individual need. In public sector organiza-
tions the acquisition of new knowledge and ca-
pabilities is oriented exceptionally only towards 
limited, speciﬁc organizational needs.
References
1. Alsop, A. (2001). Continuing Professional Develop-
ment. A Guide for Therapists. London: Blackwell Sci-
ence Ltd.
2. Argyris, C. (1982). Reasoning, learning, and action: 
Individual and organizational. San Francisco: Jossey 
Bass.
3. Beckett, D., Hager, P. (2002). Life, work and learning: 
practice in postmodernity. UK: Routledge.
4. Benner, P., Tanner, Ch., Chesla, C. (1996). Expertise 
in Nursing Practice. Caring, Clinical Judgement and 
Ethics. USA: Springer Publishing Company.
5. Bjørnavold, J. (1999). Identiﬁcation, Assessment and 
Recognition of Non-Formal Learning: European Ten-
dencies. Thessaloniki: CEDEFOP.
6. Brockett, B., Hiemstra, R. (1991). Self-direction in 
adult learning: perspectives on theory, research, and 
practice. London: Routledge.
7. Candy, P. (2004). Linking thinking: self-directed 
learning in the digital age. EU: Report under the Re-
search Fellowship Scheme of the Department of Edu-
cation, Science and Training.
8. Campbell, A., Sommers Luchs, K. (1997). Core Com-
petency-Based Strategy. London: Thomson.
9. Creswell, J. (2003). Research Design. Qualitative, 
Quantitative, and Mixed Methods Approaches.  
10. Dahlberg, K., Drew, N., Nyström, A. (2001). Reﬂec-
tive life world research. Lund: Studentlitteratur.
11. Denhardt, B. (2001). Viešųjų organizacijų teorijos. 
Vilnius: Algarvė.
12. Doran, D. (2002). An Empirical Test of the Nursing 
Role Effectivenes Model. Journal of Advanced Nurs-
ing, 38 (1): 29–39.
13. Golembiewski, R. (2008). Organization Develop-
ment: Ideas and Issues. UK: Transaction Pub.
14. Hill, J., Hannaﬁn, M. (2001). Teaching and learning 
in digital environments: The resurgence of resource-
based learning. Educational Technology Research and 
Development, 49 (3): 20–30.
15. Knowles, M. (1984). Andragogy in Action. San Fran-
cisco: Jossey-Bass.
16. Knowles, M., Holton, F., Swanson, A. (1998). The 
adult learner. TX: Gulf Publishing Company.
17. Lankshear, A., Brower, J., Thompson, C. (1996). Map-
ping the nursing competencies required in institution-
al and community settings in preparation for parts 12 
and 13 of the Register in the context of multidisci-
plinary health care provision (an exploratory study). 
Research Highlights, 16: 1–6.
18. Lave, J., Wenger, E. (1991). Situated Learning: Le-
111
gitimate Peripheral Participation. Cambridge, UK: 
Cambridge University Press.
19. Mažeikis, G. (2007). Kompetencijų ugdymo sistema 
taikant kooperuotų studijų metodą. Šiauliai: ŠU lei-
dykla.
20. McIlveen, P., Paston, W., Hoare, P. (2007). My Career 
Chapter: Guidance Counsellors’ Appraisal of Its Suit-
ability for Adolescents. Australian Journal of Guid-
ance and Counselling, 17 (2): 148–159.
21. Moore, G. (1980). Independent study. In R. Boys, 
J. Apps (eds.). Redeﬁning the discipline of adult edu-
cation, 16–31. San Francisco: Jossey-Bass.
22. Nolan, M., Booth, A., Nolan, J., Mason, H. (1997). 
Preparation for multi-professional/multiagency health 
care practice. The nursing contribution to rehabilita-
tion within the multi-disciplinary team: literature re-
view and curriculum analysis. Research Highlights, 
28: 1–6.
23. Otter, S. (1992). Competence or competencies? Ho-
lism or vocationalism in higher education? The New 
Academic, 1 (3): 6–8.
24. Polit, D., Hungler, B. (1995). Nursing research: prin-
ciples and methods. (5th ed.). Philadelphia: J. B. Lip-
pincott Company.
25. Rothwell, J., Kazanas, C. (1996). Human resource 
development: a strategic approach. Massachusetts: 
HRD Press Inc.
26. Sandberg, J. (1994). Human competence at work – an 
interpretative approach. Sweden: Gotenberg.
27. Schön, D. (1987). Educating the Effective Practitio-
ner. San Francisco: Jossey-Bass.
28. Smith, P., Dugan, S., Trompenaars, F. (1996). Nation-
al Culture and the Values of Organizational Employ-
ees. Journal of Cross-Cultural Psychology, 27 (2): 
231–264.
29. Stasiūnaitienė, E. (2006). Profesinis rengimas: nefor-
maliojo ir savaiminio mokymosi pasiekimų vertini-
mo sistemos modeliavimas. Daktaro disertacija (so-
cialiniai mokslai, edukologija, 07 S). Kaunas: Vytauto 
Didžiojo universitetas.
30. Tough, A. (1971). The adult learning projects. Toron-
to: The Ontario Institute for Studies in Education.
31. Velde, C., Svensson, L. (1996). The conception of 
competence in relation to learning processes and 
change at work. Austria: Steyr.
32. Wamboldt, B. (1992). Content analysis: method, ap-
plications, and issues. Health Care for Women Inter-
national, 13: 131–321.
33. Wenger, E. (1998). Communities of Practice. Learn-
ing, Meaning and Identity. UK: Cambridge Universi-
ty Press.
V. Žydžiūnaitė, D. Lepaitė, G. Cibulskas, T. Sabaliauskas
Profesinė veikla kaip socialinis žmogiškųjų išteklių vystymo procesas savaiminiame mokymesi  
(viešojo administravimo atvejis) 
Santrauka 
Pristatomi tyrimo rezultatai yra dalis trijų dalių 
(kokybinės ir dviejų kiekybinių) tyrimo projekto, ﬁ-
nansuoto Lietuvos valstybinio mokslo ir studijų fondo. 
Straipsnyje koncentruojamasi tik į vieną sektorių – vie-
šąjį administravimą. Todėl rezultatai ir siejami su viena 
fokusine grupe, atstovavusia minėtą sektorių (bendras 
fokusinių grupių skaičius – 4 po 6 asmenis kiekvienoje).    
Mokslinės problemos pagrindimas. Nėra atlikta 
tyriminių studijų užsienio šalyse ir Lietuvoje, kuriose būtų 
sujungtos kompetencijos, vystymosi, savaiminio moky-
mosi ir mokymosi darbo vietoje koncepcijos, jas siejant 
su vidiniais kaitos šaltiniais organizacijoje, kaip prielaido-
mis, kompetencijų. Aktuali problema – prieštaravimas 
tarp dviejų aspektų: sparčių viešojo administravimo sek-
toriaus veiklų pokyčių; viešojo administravimo sektoriuje 
dirbančių specialistų kompetencijos kaitos poreikio, nes 
savaiminis mokymasis darbo vietoje ir kompetencijos 
vystymasis tampa aktualiais moksliniame ir praktiniame 
lygmenyse. Sprendžiama kompleksinė mokslinė prob-
lema, kurią sudaro tokie klausimai: koks yra kompetencijų 
tobulinimo ir vystymosi mechanizmas vykstant savaimin-
iam mokymuisi darbo vietoje? Kokias prielaidas sukuria 
viešojo administravimo sektoriaus veiklų kontekstai ir 
situacijos vystytis kompetencijų struktūrai ir ją plėtoti? 
Tyrimo objektas – kompetencijos tobulinimas pro-
fesinėje veikloje savaiminiame mokymesi viešojo admini-
stravimo sektoriuje.
Tyrimo tikslas – nustatyti viešojo administravimo 
sektoriuje dirbančių specialistų kompetencijų vystymąsi 
ir tobulinimą veikiančius skirtingų lygmenų pokyčių 
šaltinius, apibūdinant veiklų kontekstus.
Tyrimo metodai: duomenų rinkimas – fokusinė 
grupė; duomenų analizė – kokybinė turinio analizė.
Tyrimo rezultatai: 
• Teorinis specialisto parengimas ir jo turimos teorinės 
žinios yra specialisto profesinės savivertės ir efek-
tyvaus veiklos realizavimo prielaida, tačiau vien teori-
nio pasirengimo nepakanka keisti paslaugų kultūrą or-
ganizacijoje ir dalyvauti priimant sprendimus. Tam 
reikalingas profesinis asmens orumas, identiﬁkavima-
sis su organizacija vardan klientų gerovės ir paslaugų 
efektyvumo teikiant jas humaniškai.  
• Viešajame sektoriuje dirbantys specialistai neretai 
išgyvena kontraversijas – jie patys mato poreikį plė-
toti ar vystyti savo kompetencijas, tačiau viešojo sek-
toriaus organizacijos nerodo intereso turėti nuolatos 
plačios apimties gebėjimų tobulinančius darbuotojus. 
Informantai teigia, kad jiems gilesnis savo atliekamos 
veiklos pažinimas yra net tik stimulas nuolatos įgyti 
naujų gebėjimų, bet ir savaiminis poreikis. Viešąjį 
sektorių atstovaujančiose organizacijose naujų žinių 
ir / ar gebėjimų įgijimas orientuojamas išskirtinai tik į 
ribotus, speciﬁnius organizacijos poreikius. 
